This paper analyses two questions. First, how do otherwise similar people across four countries end up in four different employment states: 1) full-time with a regular contract, 2) part-time with a regular contract, 3) fixed term contract full-time or part-time and 4) selfemployed? Second, how do wages differ between otherwise similar people between work arrangements in each of the four countries in our analysis? We employ the 1998 wave of household panel data sets namely BHPS for Britain, GSOEP for Germany, OSA for the Netherlands and HUS for Sweden. The reason for analysing and comparing four countries is an interest in policies that may result in different choices for otherwise similar people.
1.
Introduction.
In this paper we analyse two questions. First, how do otherwise similar people across the four countries end up in four different employment states: 1) full-time with a regular contract, 2) part-time with a regular contract, 3) fixed term contract full-time or part-time and 4) selfemployed? Second, how do wages differ between otherwise similar people between work arrangements in each of the four countries? Our analysis is carried out using the 1998 wave of each of four household panel data sets namely BHPS for Britain, GSOEP for Germany, OSA for the Netherlands and HUS for Sweden. i The reason for analysing and comparing four countries is an interest in policy effects on employment choices and opportunities across countries. This chapter therefore starts with a policy analysis where the focus is on policies that may result in different choices for otherwise similar people. Our policy analysis is more detailed on the Netherlands and to some extent on Sweden than on the other two countries. In positioning the countries we analyse we make use of other chapters of this volume particularly Fagan and Ward (this vol.) and Schömann and Schömann (this vol.) . In our empirical analysis, the Netherlands is the reference country, which corresponds with the more detailed policy analysis for this country. In order to compare otherwise similar people across countries we make use of information on demographic variables such as gender, age, whether a person has young children and children's age. Further, we use information on the person's education, and the industry and occupation, where the person works. The analyses are carried out separately for men and women because the distribution of employment across standard and non-standard work is very gendered.
The outline of this chapter is as follows. In section 2 we position the four countries we analyse in a European perspective. The four countries rank in the top of European union countries as regards per cent part-time workers among employed. Fixed term work is not as characteristic of these four countries as part-time work is. Per cent fixed-term workers among employed in Sweden, the Netherlands and Germany rank in the middle whereas Britain is at the lower end having a small percentage of fixed-term workers in comparison to other European Union member states. Section 3 presents a policy analysis on the balancing between worker rights and flexibilisation of the labour market in the recent past in the Netherlands with comparisons to Sweden, Germany and Britain. We focus particularly on measures that may explain different outcomes as regards the employment distribution over standard and non-standard work of otherwise similar people. Section 4 traces policy discussions in the Netherlands that have moved part-time work from an inferior position to a general right to shorten or lengthen work hours in any job. The Netherlands has moved the closest to the intentions of the European Union so called 'Part-time Directive' of 1997 and Sweden comes close whereas Germany is further away than Sweden, and Britain is not very close at all. Section 5 discusses some legislation on self-employment in the countries included in our analysis. Section 6 discusses our micro data and shows descriptive statistics on non-standard work by gender. In Section 7 we discuss results from the multinomial logit models and the wage regressions that we estimated making an effort to interpret results in the light of policy differences and results from other chapters of this volume. Section 8 offers conclusions.
2.
The Importance of Non-standard Work in the Labour Markets in Britain, Germany, The Netherlands and Sweden in an International Perspective.
There is a simple reason for us to work with these four countries. We have accumulated knowledge about institutions and labour markets in these countries by own nationality (Gustafsson: Sweden, Wetzels: The Netherlands), knowledge of languages involved and by prior work on the household panel data sets involved (e.g. Gustafsson, Wetzels, Vlasblom and Dex 1996, Gustafsson, Kenjoh and Wetzels 2001a) . The countries involved in this study do not form extremes on a scale of importance in non-standard work in the labour market nor do they come out on a similar position in an international comparison on each of the standard work dimensions studied in this chapter. Fagan and Ward (this vol.) present data on percent part-time workers of employed men and women for the 15 European Union Member States (EU-15). Among women and for men and women combined per cent part-time work ranks as follows among the EU-15 states: The Netherlands 1, Britain 2, Sweden 3 and Germany 5. Part-time work is the most common in precisely the four countries that we study except for Denmark that ranks 4 before Germany. One could even claim that it is debatable to call parttime work non-standard in the Netherlands where 67.6% of employed women work part-time i.e. less than 35 hours per week (Fagan and Ward Table 1, this vol.) . Although Germany ranks number 5 in percent part-time among EU-15 only a little more than one third of German women (36.4%) work part-time as against two thirds in the Netherlands. Fagan and Ward (this vol.) also present development of part-time work since 1985. Whereas proportion parttime employment among women in the Netherlands and Germany show an increasing trend, there is no increase in Britain, and in Sweden the proportion part-time working women decreases. A decreasing proportion of part-time workers among women are also observed in the US (Houseman and Osawa this vol.) and in Denmark (Hoffman and Walwei this vol.) . Part-time work among men is much less frequent than part-time work among women but also in this respect, the Netherlands, Sweden and Britain rank 1, 3 and 4 respectively only being passed by Denmark with rank no. 2. Germany on the other hand has relatively little part-time work among men 4.7% and ranks number 8 of the 15 European Union Member States to compare with 18 per cent in the Netherlands and 9 per cent in Sweden and Britain.
ii For fixed-term contract work the position of the Netherlands, Sweden and Germany is more in the middle than in the top ranking between EU member states. Britain is ranked number 12 for men with 6 per cent of employed men on a fixed-term contract and number 13 for women with 8 per cent. For the Netherlands, Sweden and Germany the percentage on fixed-term contract range between 12 and 16 per cent for women and between 10 and 12 per cent for men. Fagan and Ward (this vol.) report that an employer in Britain has no reason to offer a fixed-term contract of less than a year because all employment related benefits require more than 12 months employment with one firm. For shorter periods of employment the employer has exclusive right to hire and fire similar to the 'employment at will' doctrine of the United States. Labour markets in the Netherlands, Sweden and Germany are much more regulated in order to protect workers' rights. Schömann and Schömann (this vol.) characterize European Union Member States according to whether there is much legislative treatment of nonstandard work or little. In the most legislated category they place France, Germany, Italy and Spain. In a category of less restrictive regulation they place Denmark, Sweden and the Netherlands whereas Britain is described as a country where there is hardly any regulations at all. Fagan and Ward (this vol.) also present figures on per cent of employed persons in Temporary Agency Work of 11 European Union Member States. These figures show that temporary agency work in 1997 in the Netherlands includes 2.5 per cent of employed people and in Britain 1.0 per cent. This places the Netherlands in second rank after Luxembourg and Britain is placed on the fifth rank. Germany and Sweden have relatively few workers in temporary agency work, 0.6% in Germany and 0.4% in Sweden, which place these two countries number 8 and 9 out of 11.
3.
Flexibilization of the Labour Market and Protection of Workers.
The growth of non-standard work arrangements can be seen as a response to firms' demands for a flexible labour force to meet customer's requirements of individual and just in time production. A flexible labour force is often in conflict with workers justified wishes to have a stable and secure income. Various kinds of rules condition employers' rights to make deviations from the general rule that an employment contract is full-time and of indefinite length have thus been introduced in European countries. Generally, there have been periods of increasing regulations in the 1970s and 1980s followed by periods of deregulation in the 1990s. Britain deviates from this pattern in that there was regulation in the 1970s, deregulation under Margaret Thatcher in the 1980s and some reregulation since the Tony Blair government of 1997. The 1980s were characterized by slow economic growth and high unemployment rates in most of the EU-15 countries whereas the United States experienced employment and economic growth. Various observers ascribed the high European unemployment rates to the regulated labour markets. Blank and Freeman (1994) in their introductory chapter discuss the findings of a volume devoted to the question whether there is a trade-off between economic flexibility and regulations in the labour market. Their conclusion is, that there is not a clear case for concluding that protection of workers necessarily leads to a less flexible labour market. It depends to a very large extent on how workers protection is organized.
European Union countries have deregulated their labour markets in the 1990s to different extents and with different effects on the rights to a job protection of workers. The Netherlands can be described as a happy deregulator. Flexibilisation of the labour market is seen as one of the important steps together with wage restraint and decrease of the government sector, which turned the situation in the Dutch economy away from the Dutch Disease to the Dutch Miracle (Hartog, 1998; Visser and Hemerijk 1997) . After the 1973 oil crisis a period of good economic growth and low unemployment 'the golden era' ended and was substituted by a period with double-digit unemployment and low economic growth (Hartog 1998) . The labour unions in the Netherlands were defensive and promoted work sharing as a remedy for unemployment. Early retirement and propaganda to keep women at home as full-time housewives were used to decrease labour supply. In 1982 the 'Wassenaar agreement' was concluded on a national level between employers and union representatives. In retrospect this agreement has been seen as the turning point for the Dutch Economy. The important feature of the Wassenaar agreement is that the unions agreed to lower wage demands in exchange for shorter work weeks.
Tijdens (1998) observes that in the Netherlands flexibilisation of the labour market has been internal: firms have got increased rights to use their regular labour force at times over the year and over the week when demand for labour increases without having to pay over-time premiums. Such a bargaining agreement was made attractive for the union because it was accompanied by a decrease of the regular full-time work week. Van den Toren (1998) observes that of all people who have work conditions determined by collective bargaining agreements 50 per cent have a 36 hours work week as the regular full-time week. Although union density is not impressive in the Netherlands, about 30 per cent of employed persons are members of a union, collective bargaining agreements regulate working conditions for 80 to 90 per cent of the Dutch labour force. This comes through the 'erga omnes' clauses which stipulate, that a bargaining agreement for an industry is extended to be valid also for nonmembers working in the same industry.
Although there is extensive job protection, flexible work grew from the early 1990s in the Netherlands. Temporary help agencies are big business and Dutch agencies like the Randstad have become multinationals. Randstad is market leader in the Netherlands, Belgium, Germany and in the Southeast of the United States. In 1992 Randstad had 6450 employees at the end of the year in the Netherlands, 1400 in Germany and 259 in Britain. During the same year at some point of time Randstad had staffed 117000 people in the Netherlands, 16000 in Germany and 3500 in Britain (Randstad, 2001) . The temporary help agencies sell flexible labour to the user companies but are obliged to offer job security to their employees according to the 'flexicurity act' from January 1999. After the temporary agency worker has worked 18 months for one user company or 36 months for several user companies, he or she receives a permanent contract with the agency. However, there is job protection for the agency worker also before the 18 months or 36 months criterion. During the first 26 weeks of a temporary contract (phase 1) there is no special regulation but in the following 6 months (phase 2) the temporary agency worker starts accumulating pension benefits and receives career advice and after that the temporary agency worker receives a renewable 3 months contract with the 18 months or 36 months condition is fulfilled (Ministry of Social Affairs and Employment, 2000) . There is a special union for Temporary Agency workers. Furthermore, it is clear from this review that temporary agency workers often have regular contracts, which differs from the situation in Britain (Fagan and Ward, this vol.) . Also on 'call workers' are covered by the flexicurity act. However if the firm has collective labour agreement of its own the on call worker is covered by that agreement, which might be different from the flexicurity act (Ministry of Social Affairs and Employment 2001).
Hartog (1998) cites a study which shows that in the early 1990s about 25 per cent of temporary agency workers wanted temporary work. These were students working during holidays for example. Another 50 per cent of temporary agency workers were looking for a permanent job and 25 per cent preferred temporary agency work because of the opportunity to always see a new environment for example. The same study also asked for firms motives to hire temporary workers. Their answers were distributed over three reasons: for specific fixedterm tasks (44%), for substituting for personnel on leave (31%) and for screening workers (16%).
By the mid-1990s the Netherlands was a booming economy with a stable employment growth while Sweden and Germany were in deep depressions with big employment losses in Sweden and practically no job growth in Germany. Foreign observers travelled to the Netherlands to admire 'the Dutch Miracle ' (Visser and Hemerijk, 1997) . This Dutch Miracle had occurred with a substantial flexibilization of the labour force. The volume of full-time regular jobs in 1996 was the same as in 1970 about 3.7 million people and the steady job growth in the early 1990s consisted entirely of part-time jobs which amounted to 1.8 million in 1996 and flexible jobs amounted to 0.7 million in 1996 (Hartog, 1998) .
If the Netherlands can be characterized as a 'happy deregulator' in the 1990s, Sweden could rather be characterized as a reluctant deregulator. Private job mediation firms were allowed in 1993 in Sweden and in Germany only two years after the state monopoly in job mediation was officially lifted in the Netherlands. However, in Sweden in the 1990s demands by firms for more flexibility came in a situation of depression and employment losses. Only around 1998-1999 did the economic boom come to Sweden, with renewed employment growth. Since the '1974 Job Protection Act', it is in principle not allowed to hire someone on a fixedterm basis. Because fixed-term employment contracts had already existed for seasonal jobs and jobs to complete a certain task, it became immediately necessary to make exceptions to the rule that the normal contract is a permanent one. Employers are allowed to employ some one on a fixed-term basis for certain reasons only. These reasons include 1) seasonal work, or 2) work to perform one well defined task, 3) to substitute for someone, who is on leave, 4) to augment the work force if there are temporary increases in the work load, or 5) to employ students during summer breaks (SOU, 1999, no. 27 Also in Germany an employment contract is meant to be of indefinite length. However, since 1985 the Employment Promotion Act viewed the fixed-term contract as an instrument to reduce unemployment, and was meant to temporarily relax the demands on firms to specifically justify the use of fixed-term contracts. This Act has been extended twice and is valid until the end of 2000. It states that since 1996 employment lasting not longer than 24 months needs not to be justified explicitly (Hoffman and Walwei, this vol.) . Further for people over 60 there is no time limit on the length of fixed-term contracts.
In Britain firms have no incentive to offer fixed-term contracts of less duration than one year because employment benefits only apply to workers who have been already employed for 12 months at a firm (Fagan and Ward, this vol.) . The British legislation does not see the relation between the temporary agency workers as an employment contract but the role of the agency is more that of a labour market mediator. This might mean in the British data there may be people who work for short job durations less than a year but do not classify their contract as a fixed term contract. Fagan and Ward (this vol.) The Netherlands has been called 'the first part-time economy in the world ' Visser (1999) . Certainly with 39% of employed people in part-time jobs this is far more than numbers 2, 3 and 4 in the EU-15 ranking namely Britain, Sweden and Denmark with 22-25% of employed people in part-time work. Visser (1999) continues by asking 'The first part-time economy in the world: Does it work?'. His answer is positive. Not only is the Netherlands a happy deregulator but also a happy part-time economy. In the '1997 European Union Directive on Part-time Work' we read: 'Member states and social partners should identify and review obstacles which may limit the opportunities for part-time work' (EU Council Directive 97/81/EC). Furthermore 'employers should give consideration to requests by workers to transfer from full-time to part-time work and the reverse when such work becomes available'. The Netherlands has gone much further than demanding that employers should 'give consideration' to employees who wish to transfer between full-time and part-time work. The Act on Adjustment of Working Hours (Wet Aanpassing Arbeidsduur) is in effect from 1 st of July 2000. This law gives the worker employed by firms with more than 10 employees the right to shorten or increase work hours upon request if he or she has been employed for at least one year, and has not asked for a change in working hours since two years. The employee should indicate four months prior to the preferred adaptation: the exact date of the preferred new working hours, how many working hours and the preferred distribution of working hours during the week. The employer should in principle agree on the request, and is obliged to indicate the reason for disagreement e.g. why the organisation is getting problems if the request is accepted, like there is no person to take over the work, the work planning can not be met, there is not enough work to do etc. The wage per hour will remain the same. Since an employee has to have been employed for at least one year, this right excludes temporary workers with a contract of less than one year. New proposals for adjustment of the Act have been launched in the Netherlands to increase possibilities of replacement of a worker: The number of hours of replacement do not need to be the number of hours of leave. However if a full-timer is replaced by a part-timer, he or she should work for at least 18 hours a week. Also a temp agency worker or a person on social benefits can replace an employee on leave. The person that replaces an employee can directly after the period of replacements, accept a new offer of replacement. However these proposals are not yet accepted by the government (Ministry of Social Affairs and Employment 2001).
What was the reason that the Act on Adjustment of Working thus was accepted first in the Netherlands? Usually, in the Netherlands when a Law is accepted it codifies already existing practice which is included in most Collective Labour Agreements at the time the Act passes, rather than the Swedish social democratic tradition of 'social engineering' where legislative changes go ahead and are meant to change people's behavior. Already in 1993 the advisory council on Dutch Labour Market Issues proposed that "social partners", representatives of employers and employees should arrange for the right to work part-time in Collective Bargaining Agreements. Between 1990 and 1996 the percentage of firms covered by a CBA giving the right to demand part-time work increases from 23 to 70% (De Vries en Van Hoorn 1997) . Most requests are granted during the half year January to June 1996. In the Netherlands in the year 2000 not only do two thirds of employed women work part-time but also one fifth of employed men. In the Dutch 'consensus' economy if two university departments are competing for means to install a chair for a professor they may be given each half of a professor's chair, rather than one department getting one full-time chair. Therefore it is not uncommon in the academic world for a person to combine two part-time jobs. Rather than the local community government starting and running an activity as it would do in Sweden, the Dutch economy relies on private initiatives and the government supports part of the activities by subsidies, that the applicant entrepreneur can get in competition with other entrepreneurs in the field. It is quite likely, that sometimes enough funds can be collected to employ someone half-time rather than full-time. Therefore there is a demand for part-timers in the public or non-profit sector.
One reason for a firm in the private sector to employ someone part-time is that part-timers can increase flexibility in the firm by being more easily willing to work extra hours to meet business demands. Also two part-timers who share a job can substitute for each other in case of sickness and vacation by occasionally working full-time. Tijdens (1998) cites a study (Loontechnische Dienst 1991) which finds, in addition to the reasons above, that in the opinion of employers part-time workers are not less committed to their job or to the company compared to full-time workers. This coincides with findings by Kalleberg and Reynolds (this vol.) . Furthermore part-time workers do not cost more per hour compared to full-time workers. It seems that extra overhead costs are smaller than the benefits of more efficient use of labour and less overtime and labour costs.
But all this part-time work in the Netherlands would not have occurred if it were not for the fact that there is a large supply of workers who wish a part-time job. From the mid 1980s, unions in the Netherlands were raising demands for 1) the possibility to do all work part-time, and 2) to equalize the employment conditions between full-time workers and part-time workers. Earlier the women's movement had demanded shorter work days but realizing, that travel time would not be reduced, interest in part-time work had become stronger. Women wanted to stay in the labour market after marriage or after giving birth to children. Skilled women were increasingly planning on combining part-time work with family responsibilities. Women's increasing skills made the costs of firing these employees in order to hire new fulltimers higher. Also with a high risk of their husbands becoming unemployed women's incomes were needed. Towards the end of the 1980s 40-45 per cent of potential female reentrants were looking for a job. In the beginning of the 1990s there were 100,000 female reentrants per year (OSA 1995) . Many of these women wish to work part-time. Employers began to recognize the benefits of part-time work in optimizing personnel strategies e.g. in the banking sector (Tijdens 1997). In the tight labour market of the 1990s fear of shortage of labour in a number of industries also employers who otherwise were reluctant have become more willing to accept part-time workers (Tijdens 1998).
The situation in Sweden in the late 1990s was totally opposite to that in the Netherlands. In Sweden women's demand for part-time jobs is decreasing. The period of increasing part-time workers among employed women in Sweden occurred in the 1970s as many women, who had spent time as full-time home-makers entered the labour market on a part-time basis. Swedish legislation sees the full-time regular contracts as the normal case for both men and women and special leaves are allowed to make it possible to combine a regular full-time job with family responsibilities. Parental leaves since 1974 includes both fathers and mothers and they can choose to divide the 12 months with parental leave benefits of 75-90 per cent of previous earnings as they want. It works like a banking system. A couple can choose between mother full-time at home, father full-time at home, both part-time at home or any per cent of full-time they wish to make use of the parental leave benefits and they can change the mix as many times as they wish subject to the request that the employer must have advance notice. When the child is 18 months the job protection period expires but the mother (or occasionally) the father has the right to shorten work hours in her or his regular job to 30 hours a week until the youngest child is 8 years old (Gustafsson 1994) . Sweden adopted the EU 1997 part-time directive in 1997 and it reads that there is a legal right for a part-time employed to give notice to her employer, that she wants a full-time job. The employer is then obliged to give priority to his employed part-timer should a full-time job become available. But this obligation is only valid if a) the part-time employee has given notice b) the part-time employee has enough qualifications for the job and c) the employer's work needs will be satisfied by this transfer (SOU 1999).
In Sweden in 1997 the proportion part-time unemployed among part-time workers was 30 per cent among part-time working women and 25 per cent among part-time working men (SOU 1999, no 27, p. 153) . The proportion part-time unemployed in 1990 was only 12 per cent among part-time working women and 10 per cent among part-time working men and the proportion increased as the economic recession deepened with large employment losses to peak in 1997 and show a slight decrease from 1998. The Swedish unemployment benefits are constructed to allow for part-time unemployment benefits for a maximum period of 300 days.
The typical part-time unemployed is a married or cohabiting woman with a short (2 year) secondary education i.e. has finished school by age 18, working in health care or retail trade. Many of these women have children and do not wish to work evenings and nights where the demand for extra workers is larger (SOU 1999 no. 37)).
The large proportion of part-time unemployed among Swedish part-timers scores with the findings of Kalleberg and Reynolds (this vol.) that Swedish part-timers are significantly less happy than full-timers which is different from part-timers in the other countries included in the Kalleberg and Reynolds study. Swedish part-timers have less job satisfaction, less organizational commitment, more absenteeism from work and are less willing to spend extra effort if it is temporarily needed by the employer. The government report on part-time unemployment (SOU 1999, no 27) notes that some of the part-time unemployed are young women without children, who have finished their education for the health care sector at a point of time, when the Swedish government was saving on public sector outlays to achieve a reasonable macro-economic balance. These women also have not been able to find a permanent job, but work on temporary contracts to substitute for other personnel who is on leave.
Germany has adopted a version of the EU part-time directive from 1997, which is similar to the Swedish one. If an individual employee wishes to switch from full-time to part-time the employer must inform about part-time vacancies (Schömann and Schömann, this vol.) . However, there is no right to get this transfer. Part-time jobs are usually not offered in highskill professions so that a general right to shorten work hours in any job is far from being realized in Germany. Furthermore, the introduction of part-time work is subject to codetermination of the work councils. (Schömann and Schömann, this vol.) . The codetermination by work councils carries an inherent risk of androcentric behavior to the detriment of women who wish to work part-time. Suppose the work council consists of only men, who are eager to protect their full-time jobs. Then it is very unlikely that part-time jobs will be created. However, now German legislation is under way which will move it into a situation similar to that in the Netherlands with almost complete right for the employed to work with the desired number of hours in any job (Evans et al 2001) . The Netherlands, Sweden and Germany have legislation that part-timers must be treated equal with full-timers in pay per hour and work-related benefits proportionally to hours worked. Such legislation has until recently been absent in Britain but a government proposal for the 'Prevention of Less Favourable Treatment' appeared in 2000 however not covering temporary agency workers (Schömann and Schömann, this vol.) . Before this proposal British part-time workers who are mostly women have been able to appeal to the Labour Courts using legislation against sex and race discrimination (Schömann and Schömann, this vol.) a situation that is similar to the United States (Houseman and Osawa, this vol.).
5.
Self-Employment: An Act of Entrepreneurial Inventiveness or Hidden Dependent Employment?
The German legislator has worried that some self-employed are just a hidden form of dependent employment. The German 'Correction Law of Social Provision' from January 1999 has been introduced in order to prevent that a person who has a dependent relation to one firm is labelled self-employed and loses all rights of an employment contract. If 2 out of 4 criteria of the following are fulfilled for a particular self-employed it is deemed dependent employment and the person gets a labour contract: 1) no employee except family, 2) only one customer, 3) without special qualifications or tasks and 4) no market representation performed (Schömann and Schömann, this vol.) . To our knowledge no similar legislation exists in Sweden, the Netherlands or Britain.
In Sweden activities that previously would have been done by employed people are now performed by self-employed contractors. Our example is a company who owns forest and would previously have people on their pay-roll, to collect and deliver wood. Now such work is performed by an independent contractor who owns his tree cutting and processing machine (skogsmaskin). In construction, independent contractors are more common than earlier, a development which is facilitated by the mobile telephone which makes the self-employed available for potential customers while working. Such independent contractors also often work together in networks, which allows them by co-operation to take on bigger tasks. There is probably also a gendered distribution over industries and occupations. Carré (this vol.) notes that in the United States independent contractors among men are executives, professionals and sales persons whereas female independent contractors often offer domestic help, child care, real estate services and sales.
In Sweden, starting an own business has been seen as a measure to decrease unemployment. A person can get a start-up grant, which allows for living costs during 6 months. The size of the benefit equals the unemployment benefit. Schömann and Schömann (this vol.) report that 78% of persons receiving the start-up grant were employed after 4 years. In Sweden the industry principle in labour market relations also applies to workers in non-standard work arrangements. Both self-employed and personnel of temporary work agencies are welcome in the respective industry unions in Sweden. Similar to in Sweden some unions in the Netherlands welcome self-employed. Sometimes the difference between a group of selfemployed working together in a network and a temporary work agency catering to a specific industry is not so big. An example given by the Swedish government report on part-time unemployment, fixed-term jobs and unemployment insurance (SOU 1999: 27 ) is a company called 'Industrikompetens'.
'Industrikompetens' works like a Temporary Help Agency in that workers perform in different companies according to where the work load is. But 'Industrikompetens' is owned by 20 firms in the Swedish region of Östergötland who deliver to the big car and truck manufacturer SAAB among other tasks. Before the existence of 'Industrikompetens' the different companies had periods when they could not take orders because of lack of qualified personnel and periods when they had to pay employees for whom there was no work. The 20 competitors now own ' Industrikompetens' and its personnel is trained and accustomed to the work in a number of the owner firms so that extra work needs can be performed.
Similar to Swedish policies Dutch policies also aim at stimulation of entrepreneurship. The number of entrepreneurs as a percentage of the Dutch working population in 1996 only reached the level of 1972 and this level is low compared to the mean in the European Union and the United States (Ministry of Economic Affairs 2001). The growth of the new businesses once they have started is also less than in other countries. Deregulation and lowering of administrative costs to start and develop firms are important policy objectives. For example administrative costs only get started for a firm for installing electrotechnical equipment requires an investment of fl 6.000,-and two months work because the industry is over regulated. The administrative costs attached to employ your first employee is estimated to be f 3.300,-of which at least 17 hours to deal with the administrative tasks (Ministry of Economic Affairs, 2001). The Dutch Ministry of Economic Affairs aims in addition to increase 'intrapreneurship', small businesses within big firms, to compete in highly specialised markets. A person starting an own business in the Netherlands gets a tax deduction in the first year, if the number of business hours in the first year exceed 1225 hours. This means that starting a firm on a part-time basis is not stimulated by this regulation (Gustafsson, Wetzels and Tijdens 2000) . Despite this, the percentage female among all persons starting an own business has increased to 31% in 1999 (Ministry of Economic Affairs 2001).
6.
Descriptive Statistics on Non-Standard Work using Micro Data Sets.
The previous sections 2-5 have dealt with institutions and policies in the four countries we study in order to identify characteristics that may explain differences between the countries. In the following we turn to the micro data analysis using the 1998 wave of the household panel data BHPS for Britain, GSOEP for Germany, OSA for the Netherlands and HUS for Sweden. We use the German data for western and eastern Germany separately rather than weighing the data to an aggregate German figure. As we shall see below one important reason for doing this is that in many respects the eastern half of Germany is very different from the western half of Germany.
We have decided to restrict the analysis to employed persons rather than also analysing the employment decision mainly for three reasons. First, all other chapters of this book refer to non-standard work among employed people. Second, including the choice to stay out of the labour force and labour force participants who are unemployed, would have made it necessary to review policies and institutions relevant to explain differences across countries in nonemployment. This would complicate the story and add several pages of policy analysis. Third, we have more information about employed persons than about not employed persons. Occupation and industry is available for all employed persons whether they are employed full-time regular, part-time regular, fixed-term or self-employed. This makes it easier to claim that we are comparing choices of otherwise similar people. Table 1a presents information on employment status in each country for people aged 16-64 by gender. In the Swedish data people younger than 18 are not interviewed so that the included age range is 18-64. In the Dutch data full-time students are not interviewed, which increases the employment rate among the young people since only employed people aged 16-19 are included. This differs from the British and German data where secondary school students are interviewed. The non-employment rate in western Germany is surprisingly high, even accounting for the fact that secondary school students increase the non-employment rate.
According to OECD (1998) the labour force participation rate for men in western Germany should have been similar to the Swedish one and the labour force participation rate for women in western Germany should be similar to the Dutch figure. The unemployment rate among western German men was similar to that of Swedish men whereas unemployment of Dutch women is considerably lower than among western German women.
A remarkable difference in our data comparing German and Swedish men is that many more Swedish men then German men are self-employed. In Western Germany 9.1 per cent of men are self-employed as against 15.5 per cent of Swedish men. The gap in not gainfully employed women between the Netherlands and Germany is closed if women who are on leave are counted as employed in Germany. However, we cannot use people who are on leave from the German data in our analysis because there is no information on type of contract, industry and occupation etc. For the Swedish data people who are on leave less than 2 months are counted as employed whereas in the Dutch data on employment status there is no information on being on leave. Dutch full-time maternity leave is only 16 weeks so that there would not be many Dutch women on leave differently from the German situation where a woman has job protection to be on maternity leave for 3 years. A detailed description of definition of variables is presented in Appendix 1. iii . The Netherlands also has the highest percentage of men in part-time regular jobs (9.0%) compared to the percentage sin the other countries not higher than 3.8. The proportion of self employed among Dutch men is lower than among men in the other countries except for Eastern Germany.
The Dutch data show more details on irregular contracts (see Table 1b ). Dutch women appear to be in irregular contracts more often than men, especially in temporary help agencies women work more often than men. Dutch men with irregular contracts are concentrated in contract company work. The German data give more detailed information on self employed which shows that one fifth of the self employed women in Germany both west and east are professional workers. Another one fifth is in the category other self employed with 1-9 employees, and about half of self employed women are in the category other without employees. Family members helping out is quite low (0.5% among western German women), also compared to the Netherlands (2.1%). More detailed information on self-employed people in Britain show that most persons work for them selves and to a lesser extent they run a business or a professional practice or they are a partner in business. British men also tend to be subcontractors but only very few British women are in this category.
7.
Results of Multinomial Logits and Wage Regressions.
In the following we analyse four different employment choices a) full-time with a regular contract ('Full time'), b) part-time with a regular contract ('Part time'), c) fixed-term contract full-time or part-time ('Fixed-term') and d) self-employed ('Self-employed'). We merge the data from the four countries into one data set with the purpose of interpreting country dummies in the light of policy differences discussed above. We summarize the results of three multinomial logit models on country-pooled data Tables 2, 3 and 4 and country specific wage regressions in national currency, Tables 5, 6 , and 7. We have chosen to study the question how otherwise similar people end up in different work arrangements and the wage differences in three separate models first adding men and women and introducing a dummy variable for women and second one separate model for men and one separate model for women. The joint model across genders allows us to say something about how otherwise similar men and women compare. The separate models allow us to analyse for example whether male and female part-timers are differently distributed across occupations and industries. Houseman (1999) notes that a US person who works in a non-standard work arrangement is likely to be female, young, low paid and desiring a standard work arrangement. We find ( Table 2 ) that women in the four European countries we study other things equal are 12 times as likely as men to work part-time, they are twice as likely to have a fixed-term contract and they are also 20 per cent more likely than otherwise similar men to be self-employed. Women other things equal earn 12 to 18 per cent less than men (Table 5 ). Working part-time or with fixed-term contract carries a negative wage effect except for part-time in Eastern Germany, the Netherlands and Sweden (Table 5) .
Swedish part-time working men even earn more per hour than full-time working men (Table  6) . At first glance, this result seems to contradict a result that so many part-timers in Sweden are part-time unemployed. However, even if 25% of part-time working men are part-time unemployed (see section 4 above) there remains 75% who may to a large extent be composed of part-time retirees with a relatively high hourly wage. Part-time work among men is most common in the oldest age group 55-64 years and the youngest age group 16-24 (Table 3) .
Part-time work
The country dummy variables of the multinomial logits are of special interest in the light of policy and institutional differences between countries. The Netherlands as the first part-time economy in the world is confirmed. Other things equal , there are much more part-time working both men and women in the Netherlands than in the other countries (Table 2 , 3, and 4). In this paper we treat the eastern part of Germany (the former DDR) and the western part of Germany (the former FRG) as two different countries. The data justify such a treatment because eastern and western Germany in many of our analyses turn out to be the two extremes rather than more similar as you would expect from one country that is affected by a given set of institutions. There is very little part-time work in eastern Germany and rather much in western Germany, putting western Germany in second place after the Netherlands for men and women combined and for women only (Tables 2 and 4 ). The probability to work part-time is only 40 to 50 per cent as large in western Germany as in the Netherlands, whereas among eastern German women it is only one tenth of the probability in the Netherlands.
Holding other things equal, the probability for a Swedish woman to work part-time is only one fifth of that of a similar Dutch woman (Table 4) . This is a sharp drop in comparison to the aggregate figure of 23 per cent part-time workers among employed Swedes and 39 per cent among employed Dutch (Fagan and Ward, Table 1 , this vol.) and also compared to our Table  1b . Our raw data in Table 1b show that the proportion part-time among Dutch employed women is 58.5, and the corresponding figure for Swedish women is 30.1.
This result must be explained by Swedish part-time working women being much more concentrated to a certain category which is controlled for in our multinomial logit analysis whereas part-time working must be much more spread among all kinds of women in the Netherlands. We know that basically all Swedish mothers make use of the right to work 30 hours per week in their regular full-time work until the youngest child is 8 years old. Because we control for whether there is a child younger than twelve in the household , this variable catches the Swedish mothers making use of this family policy. Again, this result may modify the large amount of part-time unemployed among Swedish women, 30 per cent, who would be spread over all kinds of women. But the other 70 per cent may be concentrated among women with young children. This control variable is also highly significant (Table 4) with 3 times higher frequency among women with one young child and 6 times higher frequency to work part-time among women with two or more young children and perhaps it would have been still larger in a separate model for Swedish women.
Part-time workers in the western part of Germany earn 20 per cent less per hour or even still smaller wages than otherwise similar full-time workers (Table 5 ). This is rather far away from equal treatment on part-time work with full-time work, which is demanded by the EU 1997 directive of part-time work and by German legislation. But this is in line with the remark by Schömann and Schömann (this vol.) that part-time work is not available in skilled level occupations differently from in the Netherlands, where there is a general right to shorten or lengthen work hours in any job. In Britain , where no such legislation exists as far as we know the pay disadvantage for part-time workers is smaller both for men and women than it is in western Germany. A large amount of literature has shown that wages are lower in industries and occupations where the proportion women are high (Bakker et al. 1999) . One could ask a similar question on the distribution of part-timers across occupations and industries.
We find that there are many part-timers in 1) 'Shops, hotels and restaurants' and in 2) the 'Public and non-profit sector'. These two industries have lower wages other things equal than the manufacturing industry. The largest wage disadvantage for the 'Public and non-profit sector' is observed in Sweden for both men and women (Tables 5, 6 and 7). In comparison to production workers we find that sales occupations where there are many part-timers, other things equal, earn more than production workers whereas service workers where there are also many part-timers have negative or zero wage differences to production workers. Therefore there is not a general tendency for industries and occupations with many parttimers to have generally lower wages, which is a hypothesis which can be defended on similar grounds as the negative wage return to industry and occupations with many women.
Fixed-term work.
In Germany both in the eastern and western part the probability of having a fixed-term contract is much higher than in the other countries. For men it is 2.6 to 3.4 times as common in Germany as in the Netherlands and for women the probability is almost equal to that in the Netherlands. Above it was shown that a fixed-term contract in Germany is seen as an alternative to unemployment (see above section 3). One can therefore suspect that German people who have fixed-term contracts may not be the most competitive ones. There is also the largest negative wage effect in Germany -.42 to -.46 as compared to full-time work, which means a wage ratio of only 63 to 66 per cent of regular worker hourly wages other things equal (Table 5 ). This negative wage effect is similar for men and women (Tables 6 and 7) . In Britain there are relatively few fixed-term contracts. As explained by Fagan and Ward (this vol.) there is no reason for a British firm to offer a fixed term contract for a shorter period than one year since all workers rights in Britain apply only after the worker has been employed for at least one year. The Netherlands has many fixed-term contracts for women but few for men other things equal (Tables 3 and 4 ). There are for example twice as many Swedish as Dutch men on fixed-term contracts but only 62 per cent as many Swedish as Dutch women on fixed term contracts other things equal (Tables 3 and 4 ). There are more restrictions on the use of fixed term contracts in Sweden than in the Netherlands since a Swedish firm must specify the reason why a fixed-term contract is offered rather than a regular contract. In Sweden the typical fixed-term contract worker is a female, who substitutes for some one who is on leave in the public health care sector. This scores with the fixed-term worker of Table 2 . The probability of being a fixed-term worker increases by being female 2.0, working in 'Public and non-profit sector' 1.9, and being young aged 16-24, 5.8. In addition a woman who has two or more children is almost 4 times as likely to have a fixed-term contract than women without children (Table 4) . For all people men and women combined Sweden has more people on fixed-term contracts than the other countries do (Table  2) although the right to offer fixed-term contacts is quite regulated (see section 3 above).
Self-employed.
The German legislator is worried that self-employment may be fake dependent employment (Schömann and Schömann this vol.) . Self-employment is about equally prevalent in Britain, western Germany and Sweden and less common in the Netherlands and eastern Germany. We have not been able to analyse wage differentials between self-employed and employed because of vague reporting of earnings and hours worked by self-employed. Otherwise if there is self-employment among weaker workers one would have seen a negative wage effect. The Swedish legislator has seen self-employment as an alternative to unemployment, which may also go together with lower earnings. There is substantially more self-employment among men (Table 3) in Sweden, Britain and western Germany than in the Netherlands and substantially less self-employment among women than in the Netherlands (Table 4) . To answer whether childcare is more common among Dutch self-employed than among Swedish self-employed would have required separate models by country to answer. We have refrained from doing that because the paper is already long. There is more self-employment in all industry branches including the public and non-profit sector than there is in manufacturing industry. Among the occupations both male and female 'Sales workers' and 'Service workers' are likely to be self-employed. This scores with the observation for the United States by Carré (this vol.) that independent contractors among men are executives, professionals and sales persons whereas female independent contractors offer domestic help, childcare, real estate, services and sales. A woman offering childcare as a self-employed would be classified as public or non-profit sector and a service worker.
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Concluding Remarks.
The work of this paper allows us to give some partial answers to a number of questions that can be raised when looking at the empirical results.
Why are there so many part-time workers both men and women in the Netherlands? First, we notice that being a mother and a worker is a very recent phenomenon in the Netherlands. Such a combination life-style has only become acceptable and supported by public policies since the 1990s which contrasts the development in Sweden, where a strong increase in part-time work among women occurred in the 1970s whereas the proportion part-time workers decreasing. A second reason for the large proportion of part-time workers in the Netherlands can be found in the way that funds are raised, for example , in the care sector. It is customary for a private entrepreneur to compete for public funds with other entrepreneurs and also raise funds by private donations and user fees. It is rather likely that such a financing system may create part-time jobs supplemented by voluntary work. A third reason, from the demand side, is that the Dutch consensus society may result in two part-time jobs rather than one full-time job in the public sector. The Netherlands is also the one country that has earlier legislated the right for the worker to demand increases or decreases of work hours in any job.
Why are there so many self-employed Swedish men? The Swedish legislator has seen selfemployment as an alternative to unemployment granting starters who would otherwise be unemployed the right to receive a starter's subsidy of equal size as the unemployment benefit for half a year. Many Swedish self-employed people have one-person firms and their situation is not very different from dependently employed people. The mobile telephone has allowed people who work in the construction and home repair sector to be available to potential customers while at work. People who cut and process forest nowadays own their own forest machines and are independent entrepreneurs and a hairdresser may be an independent entrepreneur renting a chair at some firm rather than being a dependent worker of the firm. The German legislator different from in Sweden has wanted the decrease such practices claiming that this is fake dependent employment and should be turned into a regular work contract in order to supply the worker with job protection and social security benefits. This can explain a smaller proportion of self-employed in Germany than in Sweden, which is consistent with our findings.
Why are there so many fixed-term workers in Germany and why are they so badly paid? There are negative effects on wage per hour of having a fixed term contract in all the countries we study for otherwise similar people, but in both eastern and western Germany the hourly wage of fixed-term workers is only about 63% to 67% of that of regular workers for both men and women. In the other countries the fixed-term contract workers have an hourly wage of 84% to 93% of that of regular workers. (Tables 5, 6 and 7). In Germany fixed-term contracts have been seen as an alternative to unemployment and there are no limits on how many months a person may be on a fixed term contract if older than 60. This explains the large amount of people who are employed on fixed term contracts in Germany both in its western and its eastern part in our findings (Tables 2, 3 ). For younger people a fixed-term contract turns into a regular contract after 24 months. It may be that there are exceptionally many older people in Germany on fixed-term contracts with low pay and they are then compared to other older employees who have better wages because of accumulated human capital and seniority.
Why are part-time workers relatively better paid in Sweden and the Netherlands than in Britain and Germany? In Sweden part-time work is seen as a temporary solution and one of the parents of young children has a legal right to shorten work hours to 30 hours a week until the youngest child is 8 years old. Part-time workers in Sweden in 1998 averaged 23.1 hours per week compared to Britain 17.1 hours, the Netherlands 18.1 and Germany 18.3 for men and women combined. Swedish mothers regularly make use of 12 to 18 months of parental leaves during the child's first one and a half year of life and by the time the child is 5 years old 90 per cent of mothers work at least 25 hours per week. In the Netherlands, Britain and Germany only about 50 per cent of mothers of 5 year olds are employed and less than 10 per cent are full-time employed. (Gustafsson, Kenjoh & Wetzels 2001a) . Part-time work in Sweden and the Netherlands occurs in all types of occupations and in all educational groups whereas in Britain part-time work is very often temporary and limited to low skill jobs. Parttime work is not available in higher level jobs in Germany, where work councils have a veto if a firm wants to install part-time jobs.
SOU Swedish Government Reports 1999 no. 27 DELTA Utredningen om Deltidsarbete, tillfälliga jobb och arbetslöshetsersättning (Report on part-time work, temparry hob and unemployment benefits). Self-employed 15.1 6.8 12.1 8.1 9.1 7.0 10. Table 1a for the source and Appendix 1 for a detailed description of variables. See Table 1a for the source and Appendix 1 for a detailed description of variables.
Appendix (1) performed paid work during the last week, (2) had time off, was ill or was on leave for less than two months, or (3) was laid off but expected to return to work within one week) & (salaried employee) (Respondent is employed:
(1) performed paid work during the last week, (2) had time off, was ill or was on leave for less than two months, or (3) was laid off but expected to return to work within one week) & (salaried employee) & {(selfemployed/ professional) or (both salaried employee and self-employed)}
